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Abstract 
The goal of the proposed study is to assess whether particular personality styles of leaders 
relate to both their management style and degree of perceived work success of the individuals 
they help guide or direct. The basic question that underlies my hypotheses is: Does the 
personality style of the leader of a group affect the leadership style, group productivity, and 
group cooperation? I will be using the Big Five Inventory (John, Donahue, & Kentle 1991) and 
the Student Leadership Practices Inventory (SLPI) (Kouzes & Posner, 2006a; Kouzes & Posner, 
2006b) to measure these constructs. Using a Repeated Measures ANOVA on these variables and 
a simple Pearson correlational test, I will analyze correlations of the variables to determine 
whether my initial hypotheses were correct. 
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My research will be asking how the leader personality is associated with leader 
performance and group cooperation. My goal is to observe how groups of students working 
towards the same common goal interact to complete an assigned task and based on those 
observations, and particular outcome data, assess the effectiveness of the assigned group leader. 




The Big Five personality test has been used as a point in time measurement to evaluate 
the personality of leaders and their individual effectiveness (Strang & Kuhnert, 2009). The Big 
Five personality test has also been applied to group settings (Halfhill, Nielsen, & Sundstrom, 
2008; Neal, Yeo, Koy, & Xiao, 2012). Specifically, the Big Five personality test has been 
applied in many settings related to the work place; predicting leader performance (Strang & 
Kuhnert, 2009; Bartone, Eid, Johnsen, Laberg, & Snook, 2009), depicting transformational and 
transactional leadership (Bono & Judge, 2004), diversity in personality and its effects on 
managerial team productivity (Eigel & Kuhnert, 1996), employee selection in the hiring 
process-see tablel (MacLane & Walmsley, 2010), and ethical leader behavior (Kalshoven, Ken 
Hartog, & De Hoogh, 2010). However, for the purposes of this paper we will specifically 
analyze personality and its relation to three areas, (1) leader performance, (2) the efficacy of the 
leader (transformational and transactional leadership), and (3) the role of personality within a 
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team. After analyzing personality in those 
three areas we will discuss the Student 
Leadership Practices Inventory (Kouzes & 
Posner, 2006a; Kouzes & Posner, 2006b). 
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Leader Performance 
The study of leadership in organizations has been a growing field of study since the 
beginning of the 19
th century (Hendricks & Payne, 2007) and a considerable amount of the 
research has looked at the variables that make an effective leader among a group. Bartone et al. 
(2009) performed a four year longitudinal study among US Military Academy cadets at West 
Point. In the study, they found that extraversion was a strong correlate of a leader in social 
settings, and further found that conscientiousness was a strong correlate of leadership among 
academic settings (i.e., study groups and class participation). Bartone et al. (2009) further noted a 
necessity of the remaining three Big Five factors--0penness to experience, agreeableness, and 
neuroticism-but found no correlation for them in a military setting where the rules, regulations, 
and consequences are set and immovable and called for more empirical analyses to be performed 
in a traditional business setting. 
Strang and Kuhnert (2009) tested if Leader Developmental Level (LDL) "could tell us 
anything about a leader's performance that we couldn't find out through a test of personality?" 
To answer their question, Strang and Kuhnert (2009) tested the Big Five model against the 
constructive-developmental theory, developed by Kegan (1982). Cognitive-developmental 
theory explains the individual differences as a function of the way individuals construct or 
organize experiences relating to themselves and their social and interpersonal environments 
(Kegan, 1982; Kuhnert & Lewis, 1987; Strang & Kuhnert, 2009). Strang and Kuhnert (2009) 
found that the constructive-development theory could explain LDL independently of personality. 
However, they do caution the interpretation of their results because of the small sample size 
(N=67) of their study. In spite of their relatively small sample and their findings of the 
... 
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constructive-developmental theory testing LDL independently of personality, they did find that 
the Big-Five factor conscientiousness was a significant factor in LDL. 
Leader Efficacy 
Transformational and transactional leadership has been a topic of research among 
corporations for a while (Bass, 1985; Gilbert, 1985; Groves & LaRocca, 2011; Singer & Singer, 
1986; Senior, Martin, Thomas, Topakas, West, & M. Yeats, 2012). They found that individuals 
who possess characteristics consistent of a transformational leader are generally more efficient 
than those leaders who have a transactional leading style to direct the group to reach the group's 
common goal. Group projects and team management is an ever growing field of study because 
more and more organizations are expecting work force teams to be collaborative and efficient in 
the specific assignments which they are given (Dayan, Di Benedetto, & Colak, 2009; Strang, 
2012). The different styles in team and managerial leadership are executed differently and have 
altogether different outcomes. For example, transformational leadership is defined by Bums 
(1978) as a leader who cares more about the persons of the group than their compliance to the 
leader and is concerned with the beliefs, the needs, and the values of the followers. On the other 
hand, Bums ( 1978) defined transactional leadership as a leader being less concerned with who 
the follower is as an individual and more concerned with the follower's compliance to the 
leader's expectations. 
Personality's Role within a Team 
Personality plays a role in productivity,job proficiency, work attitudes, such as, 
commitment to the organization or commitment to a career, job satisfaction, stress, and general 
life satisfaction and adjustment (Robertson & Callinan, 1998). A recent meta-analysis of 
leadership criteria and the Big Five empirically correlated (R = .39-.53) the predictability of 
5 
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leadership, suggesting a strong support of the leader trait perspective when traits are organized 
according to the five-factor model (Judge, Bono, Ilies, & Werner, 2002). However, Hendricks 
and Payne (2007) suggest that Judge et al. did not answer the question why the relationships 
exist. Hendricks and Payne (2007) recognize and acknowledge the relationship between the Big 
Five personality traits and leadership capabilities but also suggest that the Big Five is not an all-
inclusive taxonomy that contains all of the answers. Hendricks and Payne (2007) suggest further 
that one possible answer of an individual's motivation to lead (MTL) lies within the person's 
capability to be goal oriented; goal orientation is defined as an individual's predisposition to set 
certain types of goals in achievement situations. Obviously, questions naturally arise and are eve
r 
present regarding the why, even the how, of the relationship of the Big Five and the individual 
capabilities of a leader. This research will not attempt to answer the above questions but will 
operate on the premise that the relationship between the two variables-the Big Five personality 
traits and leadership capabilities-are already evidentiary and empirical. 
Most of the research concerned with group or team cooperation has focused on the 
internal processes of group activity (Robertson & Callinan, 1998). They found that much less has
 
been done in regard to the composition of groups and the possible interactive effects of the 
individuals' characteristics (Robertson & Callinan, I 998). One of the areas which empirical 
research is limited in is concerned with the involvement of all of the participants within a group.
 
Past research has not fully considered the relationship between group composition and group 
performance (West, 1997). Considering the individual personalities of the group members is 
important because it is not simply the leaders who are in charge of completing the group project.
 
Two important factors to take into account when considering group interaction is ( 1) the 
... 
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interaction of the group members upon each other and upon the group leader and (2) the result of 
the interaction of the leader upon the group members. 
Student Leadership Practices Inventory 
The SLPI is an inventory that offers feedback to the leader of a group. There are two 
versions of the SLPI: the self and the observer. The leader completes the SLPI-Self on his/her 
leadership styles; the group members who are led by the leader report on the leadership styles of 
the leader by completing the SLPI-Observer. After the leader and followers report on the leader's 
leadership styles the data is then collected and compared, then given to the leader so he/she 
knows the discrepancies between the two perceptions (Kouzes & Posner, 2006c ). Kouzes and 
Posner (2006d) propose five separate constructs for effective leadership, these are: Model the 
way, Inspire a Shared Vision, Challenge the Process, Enable Others to Act, and Encourage the 
Heart. The authors have tested and retested their leadership inventory; they report an internal 
validity score of a=.68 for Model, a=.79 for Inspire, a=.66 for Challenge, a=.70 for Enable, and 
a=.80 for Encourage (Kouzes & Posner, 2006d). Kouzes and Posner (2006c) explain the five 
constructs in the following details. 
Model the Way 
"Leaders are clear about their personal values and beliefs. They keep people and projects 
on course by behaving consistently with these values and setting an example for how they 
expect others to act. By focusing on key priorities, they make it easier for others to 
achieve goals. The commitments of leaders to Model the Way involve: finding your voice 
by clarifying your personal values (and by] setting the example by aligning actions with 
shared values" (Kouzes & Posner, 2006c, p 3). 
Inspire a Shared Vision 
"Leaders look toward and beyond the horizon. They envision the future with a positive 
and hopeful outlook. Leaders are expressive and attract other people to their 
organizations and teams through their genuineness. They communicate and show others 
how their interests can be met through commitment to a common purpose. The 
.. 
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commitments of leaders to Inspire a Shared Vision involve: envisioning the future by 
imaging exciting and ennobling possibilities, [and by] enlisting others in a common 
vision by appealing to shared aspirations" (Kouzes & Posner, 2006c, p 4). 
Challenge the Process 
8 
"Leaders are pioneers-people who seek out new opportunities and are willing to change 
the status quo. They innovate, experiment, and explore ways to improve the organization. 
They treat mistakes as learning experiences. Leaders also stay prepared to meet whatever 
challenges may confront them. They plan projects and break them down into achievable 
steps, creating opportunities for small wins. The commitments of leaders to Challenge the 
Process involve: searching for opportunities by seeking innovative ways to change, grow, 
and improve, [ and by] experimenting and taking risks by constantly generating small 
wins and learning from mistakes" (Kouzes & Posner, 2006c, p 5). 
Enable Others to Act 
"Leaders infuse people with energy and confidence developing relationships based on 
mutual trust. They stress collaborative goals. They actively involve others in planning, 
giving them sufficient discretion to make their own decisions. Leaders ensure that people 
feel strong and capable. The commitments leaders make to Enable Others to Act involve: 
fostering collaboration by promoting cooperative goals and building trust, [and by] 
strengthening others by sharing power and discretion" (Kouzes & Posner, 2006c, p 6) 
Encourage the Heart 
"Leaders encourage people to persist in their efforts by linking recognition with 
accomplishments and visibly recognizing contributions to the common vision. They 
express pride in the achievements of the group, letting others know that their efforts are 
appreciated. Leaders also find ways to celebrate milestones. They nurture a team spirit, 
which enables people to sustain continued efforts. The commitments of leaders to 
Encourage the Heart involve: recognizing contributions by showing appreciation for 
individual excellence [ and by] celebrating the values and victories by creating a spirit of 
community" (Kouzes & Posner, 2006c, p 7). 
Hypotheses and Purpose 
The following personality features are expected to be related to particular group features 
such as cohesiveness/cooperation and actual performance. A leader whose personality is: 
1. high in Conscientiousness OR Extraversion will show high amounts of group cooperation 
and will also produce high group performance on an outcome measure. 
PERSONALITY AND LEADERSHIP 
2. high Openness to Experience OR high Agreeableness will also tend to produce high 
levels of group cooperation in his or her project group, as rated by group members; 
however, such a leader will tend to produce low group performance on an outcome 
measure. 
3. high in Neuroticism will show low amounts of group cooperation and tend to produce 
low group performance on an outcome measure. 
My expected results of the study will answer the hypotheses and shed further light into 
leadership attributes and the correlated predictability of leaders using the Big Five Inventory 
scale. 
9 
There are several reasons why this research is important to the field of psychology. The 
first benefit is that the proposed study will analyze the relationship--leadership performance, 
group cooperation, and the interrelationship of the task leader's personality and the groups' 
collective personality-between the assigned task leader and their assigned group. Most 
leadership personality assessments do not consider the relationship of the leader's personality 
and the group's collective personalities. The second benefit of the study is that the task assigned 
leader will not be choosing those who rate their leadership style, as is with much of the research 
that has been conducted dealing with personality of leaders and their efficacy in leading a group. 
Each group member will rate the leader of the assigned tasks. The group leader of each group 
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The study consisted of Utah State University students enrolled in psychology 1010. 
Psychology 1010 offers at least two separate benefits to this study. The first benefit is that this 
study can be offered as a lab credit for participants. The second benefit is that psychology 1010 
is general breadth class that includes a plethora of various academic majors and minors, thus, 
enhancing the diversity of interests which would be enrolled in psychology 1010. 
Materials 
10 
The materials to be used in the study are the Big Five Inventory (BFI) (John, Donahue, & 
Kentle 1991) for personality assessment and the Student Leadership Practices Inventory (SLPI) 
(Kouzes & Posner, 2006a; Kouzes & Posner, 2006b) for measurement of leader efficacy. These 
inventories will assess leader performance (which includes fairness, role clarification, power 
sharing, perceived effectiveness, proficiency, commitment, and efficacy in leadership ofreaching 
the group goal) and group cooperation (which includes group productivity, individual 
commitment, group behavior, compliance, and altruism). Participants' perceptions of the 
leadership success of their group leader will be determined by an average total score comprised 
of the subcategories. For example, if a group scores high in positive group behavior, 
compliance, and group productivity, their overall score for group cooperation will reflect 
participants' consensus that their work group possesses high group cooperation. Both the SLPI 
and BFI have been well documented in prior psychological research on personality and 
leadership (SLPI:Tourangeau & McGilton, 2004; Zagorsek, Stough, & Jaklic, 2006; BFI: Hahn, 
Gottschling, & Spinath, 2012; Erdle & Rushington, 2011). 
Other materials to complete each task were provided by the researcher. These materials 
included paper, card stock, popsicle sticks, glue, bridge blueprints, origami paper, origami 
instructions, and exacto-knives. 
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Procedure 
The opportunity to participate in the study was presented to various sections of 
psychology 1010; it was also available to the general student body, as it was electronically 
posted on SONA. It was explained that the 15 participants were offered a choice between $10 or 
two lab-credits. 
Fifteen participants met in a room in the Merrill-Cazier library to be briefed of what was 
to be expected of them during the study. After informed consent forms were signed, the 
participants were asked to fill out a personality inventory, the BFI (John, Naumann, & Soto, 
2008; John, Donahue, & Kentle, 1991; Benet-Martinez & John, 1998). 
The participants were then separated into their groups ( originally to be 4 groups of 5 for a 
total of 20 participants, but only 15 participants were involved. Therefore, 3 groups of 4 and 1 
group of 3 were organized.) and asked to attend their designated rooms. Groups were generated 
by using the following website: htt :;/w,,,,.random.or /sc ucnccs/. While in their rooms, the 
participants were asked to complete three separate tasks (origami, bridge building, and airplane 
construction). One of the group members volunteered or was asked by other group members to 
lead the other group members to complete the assigned tasks. The idea for this group project was 
taken from the following website: http://smallbusiness.chron.com/tcam-building-activitics-
l_~?dcrshi -43417.html (under the title of "Round Tables"). The teams worked on each task until 
completed to satisfactory acceptance of all members of the group. 
After the participants completed their group tasks they were asked to complete a survey 
of how they felt the group assigned leader fulfilled his/her responsibilities. The surveys were 
conducted utilizing the SLPI (Kouzes & Posner, 2006a; Kouzes & Posner, 2006b) which 
includes measures of perceived leader performance from each member of their groups' 
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perspective and also from the leaders' perspective. Constructs measured included two leadership 
styles: transformational leadership and transactional leadership. The surveys were given to the 
participants at the end of the study (when their group tasks were completed). When the 
participants filled out the survey their participation within the experiment was completed. 
At the conclusion of the study the participants were notified of the exact nature and 
reasons for the study i.e., it was explained to them that the measured variables were leader 
personality and his/her efficacy in leading the group in the assigned task. 
Design 
To analyze the data, I will be running Pearson correlations to correlate leadership styles 
with group productivity, group cohesiveness, projected success of the leader, and personality. In 
a repeated-measures ANOV A analysis, I will assess group differences of leaders i.e., leadership 
style of the group leader with the following dependent variables: 1) group productivity, 2) group 
cohesiveness, 3) projected success of the leader. 
Results 
A total of 15 participants took part in the study. The demographics of the participants are 
as follows: 11 female, 4 male; 14 Caucasian, 1 mixed (Hawaiian and Puerto-Rican); ages: I 8-30 
years old. All group leaders were female. All 15 participants chose the two lab-credits rather than 
the $10. 
Group 1 Data 
Personality 
The leader of group 1 would be categorized as a conscientious-neurotic (see table 2.1 ). 
The personality of the group as a whole would be categorized as an agreeable-open group (see 
table 2.2). 
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Leadership 
The leader of group 1 rated herself as a leader who models the way and enables others to 
act ( see table 6.1 ). Her group rated her as a leader who enables others to act and someone who 
encourages the heart (see table 6.2). 
Group 2 Data 
Personality 
The leader of group 2 would be categorized as an agreeable-extravert-neurotic (see table 
3 .1 ). The personality of the group as a whole would be categorized as an extravertable-agreeable 
group (see table 3.2). 
Leadership 
The leader of group 2 rated herself as a leader who encourages the heart and enables 
others of act (see table 7 .1 ). Her group rated her as a leader who enables others to act and 
someone who encourages the heart (see table 7 .2) 
Group 3 Data 
Personality 
The leader of group 3 would be categorized as an open-agreeable personality (see table 
4.1). The personality of the group as a whole would be categorized as an open-agreeable group 
(see table 4.2). 
Leadership 
The leader of group 3 rated herself as a leader who covers all areas of leadership. She 
rated herself with a perfect score in virtually all areas of leadership (see table 8.1 ). Her group 
rated her as a leader who enables others to act and someone who encourages the heart (see table 
8.2). 
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Group 4 Data 
Personality 
The leader of group 4 would be categorized as an extravertable-agreeable personality (see 
table 5.1). The personality of the group as a whole would be categorized as an extravertable-open 
group (see table 5.2). 
Leadership 
The leader of group 4 rated herself as a leader who enables others to act and someone 
who encourages the heart (see table 9.1 ). Her group rated her as a leader who enables others to 
act and someone who encourages the heart (see table 9.2). 
Correlations of Personality and Leadership 
The correlations for each variable for each individual group are displayed in figures 1-4. 
However, I will report the statistically significant correlations for each group. 
Group l's Statistically Significant correlations 
1. BFI Neuroticism and BFI Agreeableness: r(4)= -.988, p < .05,r2= .97 
2. BFI Extraversion and SLPI Enable: r(4)= -.977, p < .05, r2= .95 
Group 2's Statistically Significant Correlations 
1. SLPI Inspire and SLPI Model: r( 4)= .969, p < .05, r2= .94 
2. SLPI Challenge and SLPI Enable: r(4)= .993, p < .01, r2= .99 
3. SLPI Challenge and SLPI Encourage: r(4)= .974, p < .05, r2= .95 
4. SLPI Enable and SLPI Encourage: r(4)= .977, p < .05, r2= .95 
Group 3 's Statistically Significant Correlation 
1. BFI Openness and SLPI Encourage: r(4)= .950, p < .05, r2= .90 
Group 4' s Statistically Significant Correlations 
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1. BFI Extraversion and BFI Conscientiousness: r(3)= .999, p < .05, r2= .99 
2. BFI Agreeableness and BFI Neuroticism: r(3)= -.998, p < .05, r2= .99 
3. SLPI Challenge and SLPI Model: r(3)= .999, p < .05, r2= .99 
4. BFI Neuroticism and SLPI Enable: r(3)= 1.00, p < .01, r2= 1.00 
5. BFI Agreeableness and SLPI Enable: r(3)= -.998, p < .05, r2= .99 
6. SLPI Inspire and SLPI Encourage: r(3)= .998, p < .05, .99 
Discussion 
Group 1 
The interrelationship between group 1 leader's personality and her particular leadership 
style made a significant impact upon the group and its efficacy in reaching the goals of 
completing the assigned tasks. Group 1 leader's personality was categorized as conscientious-
neurotic; her group's personality was categorized as agreeable-open. Based on my hypotheses I 
would expect the leader of group 1 to have high group cooperation but low group performance as 
measured by the SLPI. However, as the SLPI (Kouzes & Posner, 2006c) is described by the 
authors, Enabling Others to Act would be considered bringing the group together to perform 
their task as a group. Thus, group one did not have high group cooperation and low amounts of 
group performance; but conversely they expressed both high amounts of group cooperation and 
group performance. 
Their group correlations are both negatively correlated which means as the 'X' variable 
goes up the 'Y' variable goes down, or vice versa. This interrelationship is easily understood 
between the BFI trait Neuroticism and the BFI trait Agreeableness (i.e., as one is more neurotic, 
one becomes less agreeable with the group members), but the relationship does not make logical 
sense between the BFI trait, Extraversion and the SLPI leadership trait, Enable Others to Act. I 
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would expect this correlation to be positive and not negative; as the leader is more extraverted I 
would expect there to be more enabling of the leader to the group members to act and to 
complete the project. Conversely, this group has the opposite relationship. As the leader 
expressed more of her extraverted traits the group acted less; whereas if she became more 
introverted the group was more likely to work together to complete the task. This relationship 
could possibly be explained by the overall group's personality. That is, the group's aggregate 
personality was agreeable-open, which could possibly be interpreted as the group felt more 
comfortable doing whatever the leader suggested (i.e., if she wanted to exert more of her 
extraversion then they would become less likely to work together, simply based on their specific 
group dynamics). The group as a whole was more agreeable and open to suggestion than she 
was. 
Group 2 
The interrelationship of group 2's leader and her perceived leadership style which she 
exuded is possibly the most significant of all four groups. Group 2 leader's personality was 
categorized as agreeable-extravert-neurotic; her group's personality was extravertable-agreeable. 
Based on my hypotheses I would expect group 2 to have high group cooperation and high group 
performance as measured by the SLPI. The group's rating of the perceived leadership style of 
their leader would support my hypotheses. The group members rated their leader as Enabling 
Others to Act and Encouraging the Heart. Again, Enabling Others to Act would be considered 
group performance, and Encouraging the Heart would be considered by the authors of the SLPI 
(Kouzes & Posner, 2006c) to be cooperation of the group. 
Their group correlations are all positively correlated which means as the 'X' variable 
increases so does the 'Y' variable. The interrelationship between the SLPI trait, Inspire a Shared 
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Vision and the SLPI trait, Model the Way is positively correlated because as the leader modeled 
the way for her group it was a way for them to share an inspired vision of what was being 
accomplished. The interrelationship between the SLPI trait, Challenge the Process and the SLPI 
trait, Enable Others to Act is positively correlated because as the leader challenged the process of 
doing things it enabled others to act. The interrelationship between the SLPI trait, Challenge the 
Process and the SLPI trait, Encourage the Heart is positively correlated because as the leader 
challenged the normal process of fulfilling the tasks she ultimately encouraged the hearts of the 
group. The interrelationship between the SLPI trait, Enable Others to Act and the SLPI trait, 
Encourage the Heart is positively correlated because as the leader enabled others to act she also 
encouraged their hearts. These relationships are easy to understand if we analyze their 
personalities. 
The leader of group 2 was categorized as an agreeable-extravert-neurotic, which means 
that she is more concerned with being more agreeable with those around her than trying to reach 
out to them or by attempting to affect others by her own emotional status. The group's collective 
personality is categorized as extravertable-agreeable, which means that as a group they are more 
outgoing and agreeable toward others. 
Considering both the leader's personality and her self-rated leadership styles, and both 
the group's personality and rated perceived leadership style of their leader, it is easier to 
understand their interrelationship. Group 2's self-rated leadership style is the only one out of all 
four groups where she self-rated lower than the group's ratings; the average of all her scores are 
below that of her group's ratings-she did not think of herself as an effective leader (this concept 
introduces more variables to consider i.e., self-awareness, self-esteem, and self-perception). On 
the contrary, she was perceived as an extremely effective leader for this particular group, 
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especially when compared against the other leaders. She was an agreeable leader and the group 
was high in both extraversion and agreeableness; these two factors, working together, created a 
warm atmosphere within the group where the SLPI measures could be correlated as they are. 
Group 3 
The leadership style of group 3 's leader was less than stellar; however, she was still 
effective in leading the group. Group 3 leader's personality was categorized as open-agreeable; 
her group's personality was categorized as open-agreeable. Based on my hypotheses I would 
expect group 3 to have high group cooperation but low group performance as measured by the 
SLPI. However, the group was effective in both cooperation and performance. 
18 
Their group correlation was positively correlated; the BFI trait, Openness was positively 
correlated with the SLPI trait, Encourage the Heart. This positive relationship is understood to be 
as the leader exuded more openness the group was encouraged to have a feeling of unity. 
The leader of group 3 is quite interesting in and of herself. She was the sole person to 
have a perfect score of 5.00 on the BFI; that perfect rating was in openness. Her self-rating on 
the SLPI was a perfect 30 in all five fields. There are a few explanations for this: she did not 
completely understand the instructions for the SLPI, she did understand the instructions for the 
SLPI and filled the questionnaire out honestly, she was tired of the study and wanted to be done 
with it, thus, resulting in her biased one-way answering method. Whatever the reason(s) may be 
for this particular leader's responses, the data should be interpreted with caution because it 
definitely is considered an outlier. 
I will attempt to carefully interpret this group's interrelationship of personality and 
perceived leadership style. My interpretation should be carefully analyzed with scrutiny because 
I consider this particular leader to be an outlier, thus, having low validity. 
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The group leader's personality was categorized as an open-agreeable personality. The 
group's aggregate personality was also categorized as open-agreeable. As I mentioned before I 
would expect this group not to be efficacious in group performance but extremely high in group 
cooperation. We can understand this relationship by looking more closely at their personalities. 
The group's aggregate conscientiousness was respectively high when compared to the leader's 
conscientiousness; this means that the other group members had to score higher in 
conscientiousness than the leader to bring the average number up the scale. The group's 
collected conscientiousness may have led to the high rating of group performance, in spite of the 
leader's relatively low rating of conscientiousness when evaluated against her other personality 
traits. 
Group 4 
The interrelationship of group 4 leader's personality and her perceived leadership 
efficacy was significantly correlated among both of the BFI traits and SLPI traits. 
Group 4 leader's personality was categorized as extrabertable-agreeable; her group's personality 
was categorized as extravertable-open. Based on my hypotheses I would expect group 4 to have 
high levels of both group cooperation and group performance as measured by the SLPI. The 
group rating of the perceived leadership style of the leader would support my hypotheses. The 
group members rated their leader as someone who enables others to act and who encourages the 
heart. 
Their group correlations are a melange of four positively correlated and two negatively 
correlated variables. First, we will discuss the positively correlated variables, and then the 
negatively correlated variables. The BFI trait, Extraversion and the BFI trait, Conscientiousness 
were a near perfect correlation. That is, as the leader exuded more extravertable traits the group's 
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conscientiousness went up. The SLPI trait, Challenge the Process and the SLPI trait, Model the 
Way were a near perfect correlation. This relationship means that as the leader challenged the 
process the group modeled the way more. The BFI trait, euroticism and the SLPI trait, Enable 
Others to Act were a perfect correlation. This relationship is highly unusual, but the relationship 
means that as the leader's neuroticism was expressed so was the group's ability to act. The SLPI 
trait, Inspire a Shared Vision and the SLPI trait, Encourage the Heart were a near perfect 
correlation. This is to be understood in the context as the leader shared a vision she encouraged 
the hearts of her group members. The BFI trait, Agreeableness and the BFI trait, Neuroticism 
were negatively correlated. Again, this can be easily understood in the context of as neuroticism 
was expressed the group became less agreeable. The BFI trait, Agreeableness and the SLPI trait, 
Enable Others to Act were also negatively correlated. This is again one of those unexpected 
correlations. I would expect this relationship to be positive rather than negative. This relationship 
means that as the leader's agreeableness went up the group's ability to work together went down. 
These correlational relationships should be able to be understood more clearly when we 
consider their personalities. Group 1 leader's personality was categorized as extravertable-
agreeable and the group's collected personality was categorized as extravertable-open. There 
seems to be an underlying factor in this group that is not being accounted for. That is, 
neuroticism seems to be playing a big role in this particular group. If we look further into the 
correlations, we notice that as neuroticism is expressed agreeableness went down (this 
relationship is easy to understand) but as neuroticism is further expressed the group's ability to 
act went up; in fact it was a perfect correaltion (this relationship is not as easily understood). 
Group vs. Group 
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When group was compared against group, personality 1 and leadership were analyzed (see 
tables 10.1 & 10.2). The most interesting data is the outcome for leadership styles. The leader of 
group 2 by far had the most effective leadership style when compared against the other groups. 
Group 3 had the worst perceived leadership style; however, her leadership was still effective in 
reaching the groups completion of the tasks. 
Conclusion 
This research adds to the current base of knowledge concerning the relationship between 
personality and effective group leadership. There is little research that is conducted in the field of 
personality and leadership which examines the interrelationship between the two important 
factors: ( 1) the interaction of the group members upon each other and upon the group leader and 
(2) the result of the interaction of the leader upon the group members. This study has set out to 
do just that. The ideology behind the theory is relatively simple; however, the magnitude of the 
data can be convoluted, to say the least. As a result of this convolution I cannot accept or reject 
my hypotheses. For two of the individual groups my hypotheses were correct, however, for the 
other two groups they were incorrect. In spite of my third hypothesis, neuroticism seems to be 
playing a positive role within group 4. This finding suggests that neuroticism may be a positive 
thing to have for a leader; the amount of neuroticism on the BFI scale remains to be determined 
(further research is needed). I fear if I were to accept or reject my hypotheses at this current time, 
I would commit a type I or a type II statistical error. Therefore, I call for more research to be 
conducted which examines the interrelationship between the leader's personality, the group's 
1 Personality has no significance in this comparison because when a group is formed the variance of personality 
among its members is a natural occurrence. Personality in this comparison was held as a constant-the independent 
variable-and the dependent variable was the leadership styles. Thus, personality, which is a naturally varying-
constant, was being compared against itself. 
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collective personality, the leader's leadership style, and the group members' perceived efficacy 
of the leader in leading the group to reach a common goal. 
In spite of me not accepting or rejecting my hypotheses, I do conclude that statistical 
significant relationships exist between (1) the interaction of the group members upon each other 
and upon the group leader and (2) the result of the interaction of the leader upon the group 
members. I conclude this based on statistically strong correlations and the large effect sizes. 
Limitations 
This study is not without limitations. One of the limitations relative to this study is the 
sample size (N=15). I had an opportunity to perform the same study, methodology, and outcome 
measures (the only thing that would be different would be the expectant group project to be 
completed) with a larger class (N=350) for the duration of a whole semester, but I could not 
convince the class professors to endure the study for the whole of the semester. Another 
limitation of the study is perhaps the homogeneity of the participants. All of the participants are 
undergraduate students enrolled in psychology 1010 at Utah State University in Logan, Utah 
(Logan, UT is a predominately LDS community which may be a variable which explains how 
open and agreeable my sample was. I would not expect so much agreeableness and openness 
outside of an LDS community). Thus, heterogeneity might be a better variable to consider for 
further research. Another limitation of this particular study is the fact that I could not control for 
the leader's personality. Under my original method, I would control for leader's personality; that 
is, I would profile the participant's personality before the group project(s) started and then 
selectively place leaders with specific personalities to be in charge of the group and the resultant 
project to be completed. I would then randomly assign the other group members to the groups. 
However, because of time constraints and limitations on the sample size I was unable to control 
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for the leader's personality. Another limitation of this study is the nature of the group projects 
(bridge building, airplane construction, and origami); the relationship of these projects suggests 
that they will naturally have a strong correlation with Enabling Others to Act and Encouraging 
the Heart. I mention this limitation because literally all of the groups rated their leader with the 
same leadership style. I do not think it was a matter of their same leadership style as it was a 
matter of the nature of the group projects. 
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I ahll' I 
Illustration of personality continua encompassing both normal and abnormal behavior within a Big Five framework. 
Individuals who are too low on Definitions of Big Five - ---1 Individuals who~ 
this dimension tend to be: dimensions too high on this 
dimension tend to 
be: 
Careless, undisciplined; seen as 
disregarding rules and having 
trouble focusing on any standard 
for behavior 
Narrow-minded and have little 
tolerance for different points of 
view or lifestyles 
Quarrelsome and suspicious; 
likely to manipulate others; seen 
as arrogant and lacking respect for 
law and society 
Socially isolated; seen as lacking 
zest for life, shy, often described 
as not showing emotions 
Consistently down, angry or 
anxious; impulsive in satisfying 
appetites (e.g., eating or sex); 
unable to control thoughts or 
feelings, often dependent on 
others 
Conscientiousness 
Is degree of organization, 
motivation, and allention to details 
shown in work. 
---
Openness to experience 
ls degree of curiosity, Openness to 
new experiences, willingness to 
consider unconventional ideas 
shown in work. 
Agreeableness 
Is degree of concern with the needs 
of others, empathy, trust, and 





I be workaholics 
Eccentric, 
impractical, 




described as patsies 
_, __ 
Extraversion 
Is degree of outgoing behavior, 
warmth, eagerness to socialize 
shown in work. 
Adjustment 






Is degree of emotional Stability, (No definition) 
secure and positive feelings, and 
ability to act calmly and effectively 
under stress that is shown in work. 
Note. This is the authors' graphic representation of the basic model presented in P. T. Costa and T. A. Widiger 
(1994). Personality disorders and the Five-Factor Model of Personality. Washington, D.C.: American 
Psychological Association. (Author's note: this table is taken directly from the publication of MacLane and 
Walmsley) 
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Group 1 Leader 2 Group 1 Agi regate (N=4) 
Personality Trait Average Personality Trait Average 
Conscientiousness 4.00 Agreeableness 3.86 
Neurotic ism 3.88 Openness 3.77 
Extra version 3.50 Conscientiousness 3.66 
Openness 3.40 Extraversion 3.44 
Agreeableness 3.11 Neurotic ism 2.78 
rablc 2.1 Tahir 2.2 
Group 2 Leader Group 2 Agl!regate (N=4) 
Personality Trait Average Personality Trait Averaee 
Agreeableness 4.33 Extraversion 3.87 
Extra version 3.75 Agreeableness 3.75 
Neuroticism 3.75 Openness 3.52 
Conscientiousness 3 .11 Conscientiousness 3.39 
Openness 2.80 Neuroticism 3.06 
l'ahll- J.I l'ahlr J.2 
Group 3 Leader Group 3 AgE regate (N=4) 
Personality Trait Average Personality Trait Average 
Openness 5.00 Openness 4.42 
Agreeableness 4.22 Agreeableness 4.05 
Extra version 4.13 Conscientiousness 3.97 
Conscientiousness 3.56 Extra version 3.72 
Neuroticism 3.00 Neurotic ism 2.91 
lahlr -U I ahll- -t.2 
Group 4 Leader Group 4 Aggregate (N=3) 
Personality Trait Average Personality Trait Averaee 
Extra version 4.63 Extra version 3.96 
Agreeableness 4.44 Openness 3.63 
Openness 4.10 Agreeableness 3.44 
Conscientiousness 3.78 Conscientiousness 3.41 
Neuroticism 2.13 Neurotic ism 2.87 
lable 5.1 ·1 a hie 5.2 
2 Tables 2.1-5.2 are of personality profiles based on 
self-reports. The tables on the left-leader-explain 
the personality of the leader. The tables on the 
right-aggregate-explain the groups' collected 
personality 
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G roup 1 L d 3 ea er 
Leadership BFI Equivalent Average 
Trait 
Model Conscientiousness 27 
Enable Extra version 24 
Encourage Agreeableness 23 
Inspire Neuroticism 21 
Challenge Openness 18 
I ahle 6.1 
G roup 2 L d ea er 
Leadership BFI Equivalent Average 
Trait 
Encourage Agreeableness 25 
Enable Extraversion 24 
Model Conscientiousness 21 
Inspire Neuroticism 20 
Challenge Openness 17 
I ahll -. I 
G roup 3 L d ea er 
Leadership BFI Equivalent Average 
Trait 
Model Conscientiousness 30 
Inspire Neuroticism 30 
Challenge Openness 30 
Enable Extra version 30 
Encourage Agreeableness 30 
I a hit· 8.1 
G roup 4 L d ea er 
Leadership BFI Equivalent Average 
Trait 
Enable Extra version 26 
Encourage Agreeableness 25 
Model Conscientiousness 25 
Challenge Openness 24 
Inspire Neurotic ism 23 
I .1hk 9.1 
3 Tables 6.1-9.2 are of leadership styles based on the 
leader's perspective and the group's perspective 
26 
Group 1 Aggregate (N=3) 
Leadership BFI Equivalent Average 
Trait 
Enable Extraversion 26 
Encourage Agreeableness 19 
Model Conscientiousness 18 
Inspire Neuroticism 17.7 
Challenge Openness 14.3 
I able 6.2 
Group 2 Aggregate (N=3) 
Leadership BFI Equivalent Average 
Trait 
Enable Extra version 27.7 
Encourage Agreeableness 27.3 
Model Conscientiousness 26 
Inspire Neuroticism 25.7 
Challenge Openness 23.3 
Group 3 Aggregate (N=3) 
Leadership BFI Equivalent Average 
Trait 
Enable Extra version 27.3 
Encourage Agreeableness 23.3 
Model Conscientiousness 20.0 
Challenge Openness 18.3 
Inspire Neuroticism 18.3 
I ,1hk k.1 
G roup 4A .ggregate = (N 2) 
Leadership BFI Equivalent Average 
Trait 
Enable Extra version 30 
Encourage Agreeableness 24.5 
Model Conscientiousness 23 
Inspire Neuroticism 23 
Challenge Openness 22 
:thk 9.2 
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SLPI_I SLPI_M SLPI_A SLPI_C 
SLPI_C -.039 -.478 -.026 -.026 .715 .297 .906 .691 .293 
SLPI_A -.085 -.977 .947 .200 -.203 .401 .642 .280 
SLPI_M -.749 -.451 .027 .700 .855 .876 .767 
SLPI_I -.217 -.789 .363 .210 .562 .535 
SLPI_E -.930 -.492 .276 .939 .564 Mean SD 
BFI_C -.543 -.003 -476 .425 BFI_A 3.8625 .65117 
BFI_E 3.4400 .25781 
BFI_N -.988 -.246 .170 BFI_O 3.7750 .492440 
BFI_N 2.7825 1.10267 
BFI_O -.027 -.859 BFI_C 3.6675 .240750 
SLPI_E 20.000 2.94392 
BFI_E .156 SLPI_I 18.500 5.50757 
SLPI_M 20.250 5.56028 
BFI_A SLPI_A 25.500 3.10913 
SLPI_C 15.250 4.57347 
I 1[!ure I. (,roup I ( 01 n•I, 111111., ( 1) ol l't'nonalit~ and l.t·:tder,hip 
BFI_A BFI_E BFI_N BFI_C SLPI_M SLPI_A SLPI_C 
SLPI_C -.518 .434 .773 -.868 -.026 .974 .390 .605 .993 
SLPI_A -.441 .491 .732 -.919 -.138 .977 .282 .510 
SLPI_M -.824 -.152 .721 -.1 31 .764 .522 .969 
SLPI_I -.793 -.31 1 .595 .1 17 .892 .302 
SLPI_E -.331 .312 .522 -.876 -.067 Mean SD 
BFI_C -.503 -.668 .183 .517 BFI_A 3.7500 .45629 
BFI_E 3.8775 .26850 
BFI_N .161 -.671 -.54 l BFI_O 3.5250 .51881 
BFI_N 3.0650 .80765 
BFI_O -.915 .573 BFI_C 3.3900 .53310 
SLPI_E 26.750 1.5000 
BFI_E -.306 SLPI_I 24.250 3.86221 
SLPI_M 24.750 2.87228 
BFI_A SLPI_A 26.750 2.21736 
SLPI_C 21.750 3.59398 
l·i!!Lll't' 2. Croup 2 Correl:ition, (r) of l'l'r,on,Llit, an<l 1.rader,hip 
PERSONALITY AND LEADERSHIP 28 
BFI_O BFI_C SLPI_M SLPI_A SLPI_C 
SLPI_C .01 l .198 .762 .411 -.781 .522 .868 .928 .415 
SLPI_A .576 .799 .655 -.326 -.453 .669 -.091 .550 
SLPI_M .377 .137 .947 .045 -.553 .800 .710 
SLPI_I -.316 -.207 .467 .641 -.619 .194 
SLPI_E .857 .090 .950 -.563 -.057 Mean SD 
BFI_C .375 -.622 -.325 -.688 BFI_A 4.0550 .73496 
BFI_E 3.7200 .98163 
BFI_N -.906 -.079 -.277 BFI_O 4.4250 .45735 
BFI_N 2.9100 .21276 
BFI_O .655 .134 BFI_C 3.9725 .363440 
SLPI_E 25.000 5.29150 
BFI_E .042 SLPI_I 21.250 7.45542 
SLPI_M 22.500 5.19615 
BFI_A SLPI_A 28.000 2.44949 
SLPI_C 21.250 5.90903 
1· i!!Url' .,. (;roup .I ( orr l'I I I 11"1 of l'l•1·,11nalit, and I l':llh·r,hip 
BFI_A BFI_E BFI_C SLPI_E SLPI_M SLPI_A SLPI_C 
SLPI_C .126 .923 -.266 -.189 .907 .992 .982 .999 -.189 
SLPI_A -.998 -.553 -.896 1.00 -.584 -.064 .000 -.225 
SLPI_M .163 .936 -.230 -.225 .922 .987 .974 
SLPI_I -.064 .833 -.444 .000 .812 .998 
SLPI_E .000 .867 -.385 -.064 .847 Mean SD 
BFI_C .532 .999 .164 -.584 BFI_A 3.4433 .86489 
BFI_E 3.9600 1.0499 
BFI_N -.998 -.553 -.896 BFI_O 3.6333 .45092 
BFI_N 2.8767 .64663 
BFI_O .923 .126 BFI_C 3.41000 .548360 
SLPI_E 24.6667 4.50925 
BFI_E .499 SLPI_I 23.0000 4.00000 
SLPI_M 23.6667 5.13160 
BFI_A SLPI_A 28.6667 2.30940 
SLPI_C 22.6667 6.11010 
I i!!lll l' -t. <.roup ~ ( Ill I l' 1111111 Ir) ol l'l'r,nnalit~ and I radn- l11p 
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r 4 Persona 1ty 
Group F-Score nL 
1 4.363 .686 
2 1.556 .438 
3 .798 .285 
4 3.722 .650 
I ahll- 10.1 
4 Table I 0.1 shows the F-score of the group's 
personality when compared against the other groups' 
personality 
L d h. 5 ea ers 1p 
Group F-Score nL 
1 87.501 .978 
2 240.856 .992 
3 43.013 .956 
4 97.524 .980 
I ahk 10.2 
5 Table I 0.2 shows the F-score of the group's 
perceived leadership efficacy when compared against 
the other groups' perceived leadership efficacy 
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